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Respondents were selected from each of the clusters according to availability. The respondents were the Head of Human Resources (HR) or other senior officials such as Directors, Managing Directors, General Managers and Deputy General Managers.
Survey Instrument
The researcher has undertaken a comprehensive literature review to identify variables and items. A selfadministered survey instrument was developed consisting of 28 items within four categories, namely: skills, education and training, knowledge and competencies, and attitudes of employees (included in Appendix C). The questions were developed with five-point Likert scale wherein part one (1) of the questionnaire refers to "strongly disagree" and five (5) refers to "strongly agree". The survey instrument was developed while keeping two criteria in mind:
i) that the instrument meets reasonable reliability and validity standards; and ii) that the instrument is short and practical to administer in terms of the amount time required to complete.
Data Collection Procedure
Both primary and secondary data have been used in this study. Primary data was collected through face-to-face interview, sending and receiving questionnaires by email. The researcher attempted to conduct interviews with 300 respondents. After scheduled confirmation, the researcher firstly briefed the respondents about the purpose of the study, then asked them the questions and filled-in the form accordingly. Respondents took ten to 15 minutes on average to complete the survey. 215 respondents were interviewed. Of the 215 instruments 7 were rejected due to incompleteness. The success rate was 69% (208*100/300). Secondary data were collected from research studies, books, journals and academic working papers.
Data Analysis
All raw data collected was reviewed, edited and entered into an Excel file for summarisation, and then imported into the Statistical Package for the Social Sciences (SPSS) 20 software to discover the factors that affect human capital in Bangladesh"s RMG sector.
IBM SPSS AMOS software was used to develop a structural equation model (SEM) and to interpret standard multivariate analysis including factor analysis, correlation, regression and analysis of variance. Skills, education and training, knowledge, competencies and attitudes have been considered as exogenous variables. Organisational performance has been considered as an endogenous variable. All the items or observed variables under each latent variable have been used to a form-measured model.
RESULTS AND DISCUSSION
The findings are discussed under the following sub-headings.
Respondents' Profile
In Table 1 85 per cent of respondents were male, and 11.5 per cent female. The operational age of 34.6 per cent of organisations is up to 10 years, and 65.4per cent between eleven to 20 or above. 58.2 per cent of organisations have employees of 1,000 to 5,000 while 27.9 per cent have fewer than 1000. A large majority of respondents (91.3 per cent) were between 41 to 60. 47.1 per cent had experience of between eleven to 20 years. 
Reliability Measures
Reliability displays the inside consistency of a set of items in the assessment of study variables. To analyse the reliability of the variable, Cronbach"s Alpha coefficient value has been used in Table 2 . Cronbach"s alpha value is the most widely used method to measure the reliability of the scale (Hair et al., 1998; Page and Meyer, 2000; Cooper and Schinder, 2001; Malhotra, 2002) . It may be said that Cronbach"s alpha value ranges from "0" to "1" but the satisfactory value is required to be more than 0.60 for the scale to be reliable (Cronbach, 1951; Malhotra, 2002) .
However, the Cronbach's alpha of this study is 0.912 which indicates that the survey instrument used for data collection is highly reliable (Hair et al., 1998) . The reliabilities of the components of Human Capital are as follows: .832 11 Attitudes (F4) .779 7 All variable together .912 28
Path Diagram
Path analysis is used to explain causal models and explore the interaction affects and pathways between observed and/or latent variables. Skills, education and training, knowledge and competencies, and attitudes have been considered as latent variables Figure 1 . Regression weights indicate unstandardized loadings of the model where SE stands for standard errors, CR stands for the critical ratio P which stands for P-value Table 4 . We know that a p-value of less than 0.05 or a critical value more than 1.96 is statistically significant. Here, three asterisks (***) indicate that p-value is smaller than 0.001, and all critical value of the above table is higher than 1.96. In this case, all of the estimates are significant. Employee variables such as decision-making skills, training, ability to generate a new idea, and a tendency to leave the organisation appear to be the best indicators of skills, education and training, knowledge, competencies and attitudes. Other variables range from 0.553 to 0.960.
The Table 5 displays standardised regression weights (factor loadings) for a common factor and each of the indicators. Here the adaptability to change has the lowest factor loading of 0.398, suggesting that it is a less reliable indicator of knowledge and competency. Other variables have moderate to strong standardised loading, ranging from 0.462 to 0.749.
The Table 6 indicates the mean weight of all the variables, ranging from 3.135 to 4.053. Here, the mean value is statistically significant if p-value is 0.000. In the table, technical skills and the strength of employees" commitment achieved the highest means of 4.053 and 4.00 respectively. In Table 7 the covariance among the common factors of skills, education and training, knowledge and competencies and attitudes are in between 0.211 to 0.303. The covariance among the item is statistically significant as p-value is 0.000.
The Table 8 shows a strong correlation between the common factors of human capital. The highest correlation exists between knowledge, competencies and attitudes of the employee (0.785), whereas there is least correlation exists between skills and attitudes of the employee (0.640).
DISCUSSION
The RMG sector is the backbone of the Bangladeshi economy. Bangladesh has a strong position in the global apparel market. The vision of government of Bangladesh is to increase its global market share from five percent to eight percent by 2021, which will necessitate growth in exports from the present level of $28.15 billion to about $50b. This can only be achieved if organisations can sufficiently increase the value and amount of human capital in the sector. The study recommends that the skills, education and training, knowledge, competency and attitudes of the employee are recognised as vitally important elements of human capital in order to achieve this. Accordingly, the proper initiatives should be undertaken to improve the technical skills, analytical skills, problem-solving skills, decision-making skills, and communication and leadership skills of employees. Moreover, training must be arranged to develop knowledge and competency levels. A proper work environment and timely incentives should also be provided to employees in order to build favorable attitudes such as loyalty toward the organisation. 
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POLICY IMPLICATIONS
The study has distinct implications. Firstly, it provides empirical evidence as to the factors that affect human capital in Bangladesh"s RMG industry. Secondly, the study advises the policy maker, BGMEA, BKMEA, entrepreneur and investors to focus on those key variables that affect the development of human capital in RMG.
Finally, the investigation and findings of ill help future researchers in the field of human capital development.
LIMITATIONS
This study has certain limitations. Firstly, it was based on data collected from 208 respondents within the RMG sector only. Secondly, the survey instrument was mainly constructed using the Likert scale. In consequence, there may be the chance of central tendency bias, acquiescence bias and social desirability bias.
DIRECTIONS FOR FUTURE RESEARCH
Researchers may widen the scope of similar studies in the future by accumulating data from other sectors of the Bangladeshi economy such as the pharmaceutical, educational, and information technology. Regard may also be had to data from more developed economies.
CONCLUDING REMARKS
Human capital is considered to be at critical to any knowledge-based economy and is a basic component of intellectual capital. Successful organizations must recognize the importance of HC as a foundation of sustainable, competitive advantage. This study has demonstrated that skills, education and training, knowledge, competencies and the attitudes of employee are the essential elements of human capital.
Funding: This study received no specific financial support. (5) Employees have the ability to work as a team. Employees have the information they need to do their jobs. Employees are well experienced on their job. Most of the employees have a long tenure in the organization Employees share knowledge with each other. Employees generate new innovative ideas. The competence of Employees as a whole is equal to the most ideal level (matching with their work requirements and responsibilities). Our Employees are aware of global trends in their respective areas. Employees are creative. Employees have an entrepreneurial zeal in them while doing the job in the organization. Employees are proactive in approach and highly adaptable to change. Employees are self-motivated toward their job. Employees don"t have the tendency to leave the organization. Employees are willing to make tough decisions.
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